Introduction
In many countries there has been a gradual reduction in the number of massproduction jobs with increasing job complexity and skill requirements now being characteristic of all employees. Policy-makers are aware that recruitment difficulties and skill shortages may reduce the competitiveness of small and large firms (Campbell and Baldwin, 1993) . In order to move from a low skill equilibrium (Finegold and Soskice, 1988) , policy-makers are aware that:
Major investments in human capital, both in the form of education and workforce training and in the form of research and development activities, appear to be an increasingly indispensable condition for enabling firms to move towards new markets and up-scale market segments that yield higher economic returns than standardised mass-commodity markets… (Buechtemann and Soloff, 1994, p. 243) .
To meet changing requirements and market challenges, governments throughout Europe have introduced a number of policy instruments to encourage the survival and development of small and medium-sized enterprises (SMEs). Education and training support is now one of the leading measures to increase the skill level of the workforce (Blundell et al., 1996) , to ensure stronger long-term national economic performance (Worswick, 1985 ; for a dissenting view see Shackleton, 1992) , to reduce labour mobility (Elias, 1994) , to improve employee motivation (Heyes and Stuart, 1995) , to improve the internal efficiency of SMEs (Addison and Siebert, 1994; Department of Trade and Industry, 1996) , to improve business factor productivity (Bishop, 1994; Steedman and Wagner, 1989) , to improve business performance (Lynch, 1994) and to achieve accreditation for BS 5750 British quality standard (Vickerstaff, 1992) . In the UK, the provision of training to SMEs has become a central issue of economic policy (Miller and Davenport, 1987) and is a major indirect small firms policy initiative. Training provision by an employer is, however, one of a range of IJEBR 4,3
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failed to clarify some of the causal mechanisms at work influencing the provision of training (Alba-Ramirez, 1994; Elias and Healey, 1994) .
This study seeks to overcome the above problems. The first is addressed by collecting information directly from employers. The second is overcome by exploring the provision of training by employers located throughout the UK. The third is addressed by drawing on survey evidence from a sample of 312 organisations. The fourth is overcome by utilising the definitions of job-related formal training presented by Elias and Healey (1994) . The fifth problem is addressed by detailing the provision of six types of job-related formal training. The sixth problem is overcome by exploring the combination of factors associated with the provision of various types of job-related training within a multivariate framework.
Theoretical frameworks
A framework approach (Porter, 1991; Westhead, 1995) was utilised to guide and structure this study. By highlighting the diversity of competitive situations and the factors which are significantly associated with the provision of job-related formal training, this approach enabled previous research findings to be supported as well as challenged. In this context, ignorance and market forces explanations (Storey and Westhead, 1997) are briefly summarised below.
Ignorance explanation
Owners/managers have a pivotal role in the decision-making processes leading to the provision of job-related formal training (Matlay, 1996) . Research has revealed that the owners/managers of knowledge-based and professional services firms generally have above average levels of education (Curran et al., 1991) and this, in part, may explain why firms engaged in these activities are more likely to have provided training for some of their employees (Curran et al., 1996) . A sizeable proportion of owners/managers of small firms, particularly those with minimal formal educational qualifications (Greenhalgh and Stewart, 1987) , may, however, be ignorant/unaware of the variety of training schemes on offer (Birley and Westhead, 1992; Fuller et al., 1991) . On the basis of this ignorance explanation, policy-makers have formulated policy and introduced a series of schemes to make owners/managers of small firms aware of the benefits associated with a trained workforce.
Market forces explanation
Market forces can explain the lower provision of job-related formal training in small firms. For example, the heterogeneity of the small firms sector can add to the unit cost of supplying a training course to employees in small firms. Providers of training to small firms also have to contact a large number of individuals and enter into separate and individual negotiations and agreements. In each case, the number of trainees is generally very small (Vickerstaff, 1992) . Because small firms usually desire customised training courses which are relevant and meet their specific needs (Curran et al., 1996;  Job-related formal training by employers 191 Fuller et al., 1991; Kirby, 1990; Matlay, 1996) , the fixed cost of providing a training course to a small number of employees in a small firm is, therefore, usually much higher than the fixed cost of providing a standard training package to a large number of employees employed in a large firm (Lynch, 1994) . Demand factors also influence the lower provision of job-related formal training in small firms. Owners/managers of small firms have short-term time horizons and usually focus on the short-term performance of their ventures. The pressure of work in a small firm environment (Fuller et al., 1991) as well as the direct cost of training (Vickerstaff, 1992) can, therefore, prevent an owner/manager releasing his/her employees to attend a formal training course. Moreover, owners/managers of small firms may be reluctant to release their employees if there is an opportunity cost to the business associated with their employees attending a formal training course (Curran et al., 1996; Kirby, 1990; Matlay, 1996) . These opportunity costs are likely to be higher in smaller rather than larger firms. At the most simplistic level, in a two-person firm, the absence of one person on a training course can clearly have a direct impact on firm performance, whereas one person's absence may have a minute impact on a thousand employee firm (Lynch, 1994; Storey and Westhead, 1997) . In addition, employers may only release their employees to attend off-the-job formal training courses if the training satisfied industry-wide standards and/or agreed qualifications (for example, those associated with accountancy and transport) (Johnson and Gubbins, 1992) .
Drawing on a study of fast-growth firms in the UK, Wynarczyk et al. (1993) noted the absence of an internal labour market (ILM) in a small firm can impede the provision of formal training. Most notably, they found small firm owners expected their manager's next job would be outside his/her small firm. Not surprisingly, many small firm owners have comparatively little incentive to provide their managers with additional job-related formal training.
The provision of job-related formal training by an employer as well as the take-up of this training by a recipient employee is an important investment decision [5] . Both parties generally weigh the current costs of training against the potential benefits associated with its provision and take-up (Greenhalgh and Stewart, 1987) [6, 7] . Employers providing training appreciate that the period of expected return is more uncertain for the employer than the recipient employee. Not surprisingly, Discouraged by such an uncertainty, some firms refrain from making any training commitment and rely on the educational system at large or on other firms in obtaining trained workers (Alba-Ramirez, 1994, p. 151) .
Owners/managers of small firms appreciate that the providers of the job-related formal training may not benefit from the training investment (Baldwin et al., 1995; Fuller et al., 1991)[8] . With this in mind, investments in non-portable firmspecific training may be provided by employers rather than investments in general training (Lynch, 1994) . However, many owners/managers may not train their employees because they fear that newly trained employees might want more money (Keep and Mayhew, 1996) . There is also a risk that trained employees will be "poached away" (Jones and Goss, 1991) by other employers which are prepared to pay a remuneration premium to trained employees [9] . Without a subsidy to redress this job mobility externality, many small firms may under-invest in training provision because they are unable to capture the returns associated with their training investment (Greenhalgh and Mavrotas, 1996) .
Based on their recent study of service sector employers, Curran et al. (1993) , however, warned that the often referred to reluctance of small firms to train may as much reflect employees' attitudes as well employers'. As intimated above, the conventional view of training in the small firm sector is that the employer is reluctant to invest, on the grounds that the worker is likely to be "poached away" by competitors. Curran et al., (1993) while not discounting the "poaching" problem, found small firm employees were reluctant to participate in training, on the grounds that they did not require more training to do their jobs better.
Derivation of hypotheses
During their detailed review, Hendry et al. (1991a) noted that the organisational character of a business (for example, its age, size, ownership form and main industrial activity) could have an impact on its openness to new practices and ultimately the provision of training. Further, the infrastructure for training (for example, the activities of local enterprise and development agencies, TECs, LECs, etc.), especially in the locality where the business was based, could encourage some resource-constrained small firms to provide formal training for some of their employees for the first time.
A variety of triggers can lead to the provision of training by employers. Hendry et al. (1991a) noted, in most SMEs, the desire for new learning was generally promoted by factors associated with short-term economic and bottom-line pressures. For example, to rectify problems of production and to improve production/service efficiency. In addition, they noted the need for training by an SME reflected the quality of the labour supply in the local market where the firm was located as well as the characteristics of the competition faced by an SME to recruit suitable employees.
Building on previous empirical research, the remainder of this section formulates hypotheses to explain the uneven provision of job-related formal training. These hypotheses are then tested within a multivariate statistical framework.
Demographic characteristics of organisations
A number of studies have noted that larger organisations (with potentially larger budgets) generally provide training for some of their employees (AlbaRamirez, 1994; Elias and Healey, 1994; Greenhalgh and Stewart, 1987; Storey and Westhead, 1997; Training Agency, 1989) . This relationship is partly due to the fact that these large firms were more likely to have operated apprenticeship schemes (Soskice, 1994) for young employees who were prepared to forego some personal financial remuneration during their apprenticeship in order to gain a credentialised ticket for skilled employment in a large firm environment (see Table I ).
Large organisations have provided training to improve communication, reduce monitoring costs and allow an effective management of employees (Barron et al., 1987) . Training has also been provided by large organisations to ensure a high standard of product/service delivery to their customers (Begg, 1990) . Further, during their detailed review, Baldwin et al. (1995, p. 18 ) noted, …large firms have access to cheaper capital to finance investment in training (Hashimoto, 1979) , that large firms can reduce the risk and therefore the cost of investment in training by pooling risks (Gunderson, 1974) and that large firms have a greater pay-off from training because their size and their exploitation of economies of scale have led to task specialization and, thus, a greater benefit for training (Doeringer and Piore, 1971 ).
Consequently, it was hypothesised that a large employment-sized organisation (row 1 in Table I ) would be significantly more likely to have provided job-related formal training.
A subsidiary organisation which forms part of a group may have a more extensive division of labour than an independent organisation (Elias and Healey, 1994) . To develop a common group culture, as well as to ensure control and work practice systems are in place throughout the group, a parent company with considerable resources, information and technical assistance (Osterman, 1995) may encourage training in their subsidiary organisations. It was, therefore, hypothesised that a subsidiary organisation would be more likely to have provided training than an independent organisation (O'Farrell et al., 1993; Osterman, 1995) (row 2).
Similarly, in order to integrate employees into the ways of the business, recently established organisations which may utilise newer technologies and have higher skill requirements (Baldwin et al., 1995) were hypothesised to have provided formal training (row 3) (Elias and Healey, 1994) . It has, however, been suggested (Baldwin et al., 1995) that older organisations which have more established and dense networks might be expected to have better information about where training would be most useful compared with younger organisations.
Owing to differences in the technologies used and the kinds of products and services provided, employers engaged in some industrial activities may have different training needs (Deloitte, Haskins and Sells et al., 1989) . For example, the use of advanced manufacturing technologies has been found to be positively related to the provision of training (Baldwin et al., 1995) . Abbott (1993) has, interestingly, suggested that the training needs of small service firms are not necessarily the same as those apparent in small manufacturing firms [10] . The majority of multivariate studies have, however, failed to identify a significant relationship between the main industrial activity of an employer and the provision of job-related formal training. Owing to data collection methods, most studies have been forced to explore this presumed relationship with regard to a (Miller and Davenport, 1987; Green, 1993) . The lower provision of training by construction businesses may, in part, be due to the fact that employers in this sector generally use labour-only subcontractors (who are already trained) rather than direct employees and often use them for short time periods (Curran et al., 1996) . Labour market conditions may influence the provision of job-related formal training (Baldwin et al., 1995 At a finer level of analysis, 84 per cent of STEP businesses had provided some type of jobrelated formal training compared with 48 per cent of non-STEP businesses (+) Positively associated with the provision of job-related formal training (-) Negatively associated with the provision of job-related formal training (?) Direction of association with the provision of job-related formal training not known Table I .
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assistance (Birley and Westhead, 1992) , may have encouraged the provision of job-related training by employers located in the North and North West of England, Scotland and Wales (row 5).
Job market conditions
The amount of training provided by an organisation is, in part, determined by the nature of the job market it faces (Greenhalgh and Mavrotas, 1994) . A growing business may train new recruits as they join the business (Johnson and Gubbins, 1992) . Similarly, if a business is located in a labour market associated with skill shortages it may internally train existing members of staff (Elias and Healey, 1994; Fuller et al., 1991) [11]. In addition, organisations which have experienced rapid employment growth and/or recruitment difficulties may have participated on externally organised formal/structured training programmes to enable their employees to take on new functions associated with dealing with larger, and perhaps more diversified, markets (Baldwin et al., 1995) . It was, therefore, hypothesised that organisations which have increased their absolute employment sizes over the past year will be more likely to have provided some type of training (row 6). Employers generally participate on formal/structured graduate placement schemes to gain new ideas and fresh insights into new business practices (Holmes et al., 1994) . By providing placements to graduate students, participating businesses may also increase their sales revenues after the placement period (Westhead, 1997) . After a rewarding training experience, employers may have provided job-related formal training for new recruits as well as existing employees. Consequently, it was hypothesised that organisations which employed a graduate student on a formal/structured training scheme in 1994 were more likely to have subsequently provided formal training for some of their employees (row 7).
Future recruitment expectations
Similar arguments to those discussed above have been used to suggest that organisations which expect future recruitment difficulties are more likely to train their existing employees (Elias and Healey, 1994; Fuller et al., 1991)[12] . It was, therefore, hypothesised that organisations which perceived "over the next two years recruitment will present no difficulty" were less likely to have provided formal training for some of their employees (row 8).
Data collected
This paper draws on a study of organisations which had participated in the 1994 Shell Technology Enterprise Programme (STEP) (Westhead, 1997) . STEP is a unique national scheme which has, for a number of years, placed undergraduates (and some postgraduates) in SMEs for eight weeks during the summer vacation of (generally) the second year of their course. The programme aims to provide benefits to "host" businesses such as increased economic activity, possibly through the advancement of technology, computerisation and Job-related formal training by employers
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the identification of new skills (Kirby and Mullen, 1990) . Further, the programme encourages participating students to explore future career opportunities in the small business sector (see Table II ). This study explored the provision of job-related formal training within a new data set which contained a broad spectrum of employers located throughout the UK. Row 1 in Table II shows, during 1994, 909 "host" STEP businesses provided student projects (column 1). To ascertain the characteristics and aspirations of businesses participating on the Shell Technology Enterprise Programme a structured questionnaire was designed by the Centre for Small and Medium Sized Enterprises at the University of Warwick and Shell UK Limited. This questionnaire was posted by Shell UK Limited to all 909 participating STEP businesses. In total, a sample of 527 STEP businesses completed a structured questionnaire prior to the placement (column 2) (58 per cent response rate) [13] . From this sample, 353 STEP "host" businesses completed a structured questionnaire at the end of their placement (column 3). Twelve months after the 1994 STEP placement, 244 out of this latter group of 353 businesses responded to a further structured questionnaire (69 per cent response rate) (column 4).
The first STEP business questionnaire was designed to collect basic information on the organisation (Holmes et al., 1994) . The second questionnaire was designed to see whether expectations surrounding the programme had been realised. The third questionnaire, 12 months after the placement, ascertained whether organisations, in 1995, had provided job-related formal training for some of their employees. Information was, in addition, gathered surrounding the employment performance of organisations over the past year as well as respondents' perceptions surrounding future recruitment difficulties (Westhead, 1997) .
It is acknowledged that participating STEP businesses were self-selecting (Ashenfelter and Card, 1985; Veum, 1995 Notes: a STEP businesses responding to the questionnaire eight weeks after the Shell Technology Enterprise Programme were sent a further questionnaire 12 months after STEP b Non-STEP businesses responding to the questionnaire sent to them in 1994 were sent a further questionnaire 12 months later Technology Enterprise Programme than, say, conservative firms pursuing survival strategies. In addition, students with high initial ability, motivation, career aspirations, attitudes and aptitude (Fredland and Little, 1980; Greenhalgh and Mavrotas, 1994) may be more likely to put themselves forward for the Shell Technology Enterprise Programme. Non-random participation on the programme can, therefore, come from two sources: businesses and students.
To address the problem of non-random participation by businesses, the methodological approach utilised during the evaluation of the 1994 Shell Technology Enterprise Programme was to identify a control group (Marshall et al., 1993 (Marshall et al., , 1995 Rosenthal, 1996) of businesses which had not participated in the 1994 programme. This matched sample methodology enabled the potential additionality (Flemming, 1994; Marshall et al., 1995) provided by the programme to be identified. Further, the potentially distorting effect on recorded outcomes by sample selection bias (Heckman, 1979 ) (i.e. only looking at the outcomes/performance of "host" businesses on the 1994 programme) was addressed by the matched sample methodology. Dun and Bradstreet provided the database for the sample of businesses which potentially had not participated in the 1994 Shell Technology Enterprise Programme. A structured questionnaire for non-STEP businesses was designed by the Centre for Small and Medium Sized Enterprises at the University of Warwick and Shell UK Limited. This questionnaire was posted by Shell UK Limited to the names and addresses of businesses supplied by Dun and Bradstreet. Row 2 (column 2) in Table II shows a sample of 160 businesses which had not participated in the programme (or any earlier Shell Technology Enterprise Programme) were also interviewed in 1994.
This control group of non-STEP businesses was selected on the grounds that they did not differ significantly from the 527 responding STEP businesses. Choice of matching criteria was influenced by previous studies which have noted a significant relationship between business demographic characteristics and business performance (Birley and Westhead, 1990; Westhead and Birley, 1995) . Five criteria were selected to match the two groups of businesses: employment size, age, ownership status, main industrial activity and the location of the business. The matching of the 527 STEP and 160 non-STEP businesses was successful with regard to employment size (means of 52.5 and 43.9 employees for responding STEP and non-STEP businesses respectively), age (means of 23.6 and 22.8 years for responding STEP and non-STEP businesses, respectively), ownership status (79 per cent of STEP as well as non-STEP businesses were independent businesses) and main industrial activity with regard to four broad industrial categories (for example, 48 per cent and 50 per cent of STEP and non-STEP businesses were principally engaged in manufacturing activities) (Holmes et al., 1994) . However, the matching was not wholly successful with regard to the location of the surveyed businesses, with significantly more non-STEP businesses located in the south of England (the standard regions of East Anglia and South East and South West England) (39 per cent compared with 28 per cent). Additional analysis revealed the two Job-related formal training by employers 199 samples were different in another major respect. STEP businesses were significantly more likely to have employed in 1994 staff holding degrees than the non-STEP businesses (74 per cent compared with 64 per cent). Twelve months later, 84 out of the original 160 non-STEP businesses responded to a further questionnaire (53 per cent response rate) (column 4). This second questionnaire ascertained whether the businesses, in 1995, had provided job-related formal training for some of their employees.
Despite the problem of sample attrition, STEP and non-STEP business respondents to the follow-on questionnaire in 1995 were overall representative of the businesses surveyed in 1994 and were still matched with one another [14] . To compare this study' findings with those presented by Elias and Healey (1994) , this study explored the provision of job-related formal training in a combined sample of STEP and non-STEP businesses which had more than one employee at the time of the survey in 1995. The combined database of STEP and non-STEP businesses included firms in a variety of industries, locations, ownership forms, ages and employment sizes.
Defining job-related formal training
Defining "training" is a conceptually difficult task (Campanelli et al., 1994) . As intimated above, a variety of definitions have been presented and utilised, which makes comparative research in this area difficult. Further, training is a difficult concept to quantify because employees can receive training through a variety of methods (Lynch, 1991 (Lynch, , 1992 OECD, 1991) .
In the UK, public subsidies have been targeted towards job-related formal training schemes. Not surprisingly, policy-makers are interested in the factors which either encourage or impede the provision of job-related formal training. To contribute to this important debate, this exploratory study focused on the provision of job-related formal training provided by employers. The factors associated with the provision of informal in-house training (which is regarded as the most frequently provided type of training by small firms) were not explored in this study. A detailed discussion surrounding the informal training issue has been presented elsewhere (Abbott, 1993; Curran et al., 1996; Goss and Jones, 1992; Hendry et al., 1991b; Johnson and Gubbins, 1992; Vickerstaff, 1992) [15] .
Various types of job-related formal training were identified by Elias and Healey (1994) during their study of employers. Following Elias and Healey (1994, p. 581) , owner-managers and/or senior managers of STEP and non-STEP businesses were asked to indicate on a self-completion postal questionnaire whether employees in their organisation had received any of the following types of training:
• guidance from colleagues when needed (only);
• planned on-the-job training by superiors;
• full-time courses lasting up to one week; IJEBR 4,3
200
• full-time courses lasting over one week;
• day release courses;
• other part-time courses;
• other (please specify);
• no response. The "no response" category suggested respondents did not provide any kind of formal training. Similarly, the "guidance from colleagues when needed (only)" category was not intended to represent a formal training category. Elias and Healey (1994, p. 581) asserted, It exists to differentiate those employers who have no formal training programmes from those who do, at the same time allowing the respondent to make a positive response to the question.
The following section explores the combination of factors associated with the provision of six types of job-related formal training. The first training type -FORMAL -provided a crude indication of the extent and depth of job-related formal training provided by employers. This definition distinguished employers which had provided some type of formal training (for example, either planned on-the-job training by superiors, full-time courses lasting up to one week, full-time courses lasting over one week, day release courses and/or part-time courses) from those which had not provided any formal training (for example, a "no response" to the question or "guidance from colleagues when needed (only))". A further five formal job-related training types covering the provision of planned on-the-job training by superiors (PLANNED), full-time courses lasting up to one week (FTONE), full-time courses lasting over one week (FTOVER), day release courses (DAY) and other part-time courses (OTHERPT) are defined in the Appendix. Table III shows 76 per cent of respondents from this national survey had provided their employees with some kind of job-related formal training (FORMAL). A total of 24 per cent of employers either gave "no response" to the question or indicated only "guidance from colleagues when needed". This reported level of formal training provision was virtually the same as that noted by Elias and Healey (1994) (75.3 per cent) [16] . Moreover, as found by Elias and Healey, "planned on-the-job training" by superiors (PLANNED) was the most frequently cited type of formal training provided by employers. A larger proportion of employers in the current study had, however, utilised "other parttime courses" (OTHERPT).
Results
The extent and nature of job-related formal training provision
The demographic characteristics of the organisations which had provided some type of job-related formal training to some of their employees (FORMAL) are presented in column 3 in Table I. This table, 
Multivariate analysis
For each of the six job-related formal training definitions, a multivariate linear logistic regression model is detailed in Table IV . This multivariate technique has frequently been utilised in training provision studies (Elias and Healey, 1994) . The parameters were estimated by a maximum likelihood method using the SPSS/PC+ V4.0 program (Norusis, 1990) . Each model explored the relationship between the dependent variable and selected explanatory variables [17] . A full description of all the explanatory variables is presented in the Appendix. Model 1 included complete questionnaire returns from 238 organisations [18] . The model was statistically significant at the 0.0001 level of significance. As hypothesised, organisations with between 25 and 99 employees (EMP99) and those with 100 or more employees (EMP100) were significantly more likely to have provided some type of job-related training (FORMAL).
Young organisations between one and two years old (AGE2) and those between three and ten years old (AGE10), as posited, had provided some type of job-related formal training. Established organisations between 21 and 50 years old (AGE50) were also significantly more likely to have provided some type of formal training. We can speculate, based on this evidence, that some established organisations responding to changing market and technological conditions (for example, after an ownership and/or a management transition) had provided training to enhance their competitive performance. The nature of the main product/service provided by an employer was significantly associated with the dependent variable. As hypothesised, organisations engaged in the construction sector (CON) were significantly less likely to have provided some type of job-related formal training.
As posited, businesses located in the North of England (NORTH) were significantly more likely to have provided job-related training for some of their employees [19] . The activities of local development agencies such as TECs and the Rural Development Commission in the North of England may, in part, have directly as well as indirectly encouraged the provision of training by employers. Organisations located in South West England (SW) were also significantly associated with the dependent variable [20] . Regional policy support as well as a signposting role played by TECs and the Rural Development Commission may, therefore, have encouraged the provision of formal training by employers.
As hypothesised, organisations that had employed a graduate student on a formal/structured training scheme during the summer of 1994 (GRADUATE) were more likely to have provided some form of job-related formal training for some of their employees in 1995. This graduate training experience may have encouraged some organisations to provide job-related formal training for their new recruits and/or established members of staff.
Model 2 was significant at the 0.0020 level and included five significant explanatory variables. As found in Model 1, organisations which had employed a graduate student on a formal/structured training scheme (GRADUATE), those with 100 or more employees (EMP100), those organisations between 21 and 50 years old (AGE50) and those located in South West England (SW) were more likely to have provided some planned on-the-job training (PLANNED). Also, as found in Model 1, organisations engaged in the construction sector (CON) were significantly less likely to have provided planned on-the-job training for some of their employees.
The provision of full-time courses lasting up to one week (FTONE) was mainly determined by organisation size. Model 3 was significant at the 0.0003 level. Organisations with between 25 and 99 employees (EMP99) and those with 100 or more employees (EMP100) were significantly more likely to have allowed their employees to attend full-time courses lasting up to one week.
Similarly, the provision of full-time courses lasting over one week (FTOVER) was mainly determined by organisation size. Model 4 was weakly significant at the 0.0711 level and included three significant explanatory variables. As found in Models 1 and 3, organisations with between 25 and 99 employees (EMP99) and those with 100 or more employees (EMP100) were significantly more likely to have allowed their employees to attend full-time courses lasting over one week. Organisations engaged in the services sector (SERVICES) were also more likely to have allowed some of their employees to attend full-time courses lasting over one week. IJEBR 4,3
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Model 5 was significant at the 0.0035 level and included four significant explanatory variables. As found in Models 1, 3 and 4 organisations with between 25 and 99 employees (EMP99) and those with 100 or more employees (EMP100) were significantly more likely to have allowed their employees to attend off-the-job day release courses (DAY). This type of training provision was also markedly more likely in young organisations between one and two years old (AGE2) and growing organisations which had recorded an absolute employment increase over the past year (EMPGROW).
The explanatory variables associated with the provision of off-the-job other part-time courses (OTHERPT) are summarised in Model 6. This model was significant at the 0.0036 level and included three significant explanatory variables. The provision of other part-time courses was significantly more likely in organisations which had employed a graduate student on a formal/structured training scheme (GRADUATE) and in those organisations which perceived over the next two years recruitment would present a difficulty (RECRUIT). Also, as found in Model 5, other part-time courses provision was more likely in growing organisations (EMPGROW).
Conclusions and implications
Over the last decade, there has been a considerable growth in the training industry in relation not only in the number but also the variety of training schemes on offer (Planning Exchange, 1995) , much of it supported from the public purse. Responding to this increased supply of training schemes, 76 per cent of respondents from this national survey of employers suggested their employees had been provided with some type of job-related formal training (FORMAL). This evidence confirms the earlier finding by Elias and Healey (1994) drawing on a survey of employers in a single locality.
This study has made a contribution to the literature measuring the extent and combination of factors associated with the provision of various types of job-related formal training. It is an advance on previous research because this study explored extensive contextual data from individual SMEs located in many more localities than earlier studies. Most notably, this study has provided quantitative statistical evidence surrounding the combination of business demographic characteristics, job market conditions and future recruitment expectations factors associated with the provision of planned on-the-job training as well as various types of off-the-job formal training. Presented results have also supported certain views included in the ignorance and market forces theoretical frameworks.
The employment size of an organisation was found to be a key determinant influencing training provision in five out of the six presented models. Most notably, larger employers (with 100 or more employees) (EMP100) were significantly more likely to have provided on-the-job as well as off-the-job training for some of their employees than smaller employers, even after controlling for other influences. This, however, does not necessarily reflect a market failure in the sense of ignorance of the benefits of training. Instead, we Job-related formal training by employers
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can infer that the provision of job-related formal training by employers reflected the operation of the market place in an entirely predictable manner. A variety of supply (for example, it is more expensive to supply customised training to small rather than large firms) and demand (for example, small firms do not have internal labour markets, small firms generally focus on short-term performance issues, owners/managers fear that the training on offer is irrelevant and not customised to their needs and their trained employees would be cherry-picked and poached away by larger employers) market forces factors explain the lower likelihood that a very small firm will provide formal training (Storey and Westhead, 1997) . A case for public subsidies to encourage the provision of training in small firms which are already aware of the benefits of training, cannot, therefore, be justified. A striking finding from this exploratory study was the significant relationship between whether an organisation had participated on an inexpensive and focused formal/structured graduate student placement scheme (GRADUATE) and the provision of planned on-the-job training (PLANNED) and off-the-job other part-time courses (OTHERPT). We can speculate, based on the presented evidence, that the ignorance barrier to training provision can be removed if SMEs directly experience the benefits associated with training provision.
This study identified a significant relationship between the location of an organisation and the provision of planned on-the-job training (PLANNED) as well as the broad and all-inclusive FORMAL dependent variable. With regard to the latter dependent variable (Model 1), the provision of training by employers was found to be markedly more likely in the North and South West of England. In these environments, a variety of locally-and sectorally-based development agencies have provided subsidised job-related formal training to employers. Many locally-based development agencies, however, do not have the resources and skills to be direct training providers. Nevertheless, locally-based development agencies may have personally communicated to employers the benefits of a highly skilled and trained workforce. Many locally-based development agencies are business advisory centres (Haughton, 1993) which signpost to owners/managers sources of professionally qualified business advice (Dunsby, 1996) and training assistance from a variety of public agencies and private sector training providers (for a dissenting view see Curran et al., 1996) . Based on the aggregate statistical evidence presented in Table IV , we can speculate that public subsidies directed towards local development agencies may have directly as well as indirectly encouraged the provision of training (particularly, planned on-the-job training) by employers.
As anticipated, the age of an organisation was a key determinant influencing the provision of training by an employer. With regard to the FORMAL dependent variable (Model 1), some type of training was more likely to have been provided by young organisations less than ten years old (AGE2 and AGE10). Most notably, young organisations between one and two years old (AGE2), with limited resources and specific short-term needs, had allowed some IJEBR 4,3
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of their employees to attend day release courses (DAY) (Model 5). Further, more established organisations between 21 and 50 years old (AGE50) (for example, responding to an ownership and/or a management transition) had allowed some of their employees to attend planned on-the-job training courses (Model 2).
The explanatory variables found to be associated with provision of planned on-the-job training were not exactly the same as those associated with the provision of various types of off-the-job training (for a similar conclusion see Baldwin et al. (1995) ). For example, growing organisations (EMPGROW) were significantly more likely to have provided off-the-job training (Models 5 and 6). Growing organisations aware of the opportunity costs associated with training provision had, therefore, sought to rectify their immediate skills shortage problems by allowing some of their employees to attend day release courses and/or other part-time courses. Organisations which perceived skill shortages in the next two years (RECRUIT) were also markedly more likely to have allowed some of their employees to attend other part-time courses.
We can infer from the presented evidence that broad-brush policy initiatives to a diverse group of all small firms may not be the most effective way to encourage more small firms to provide job-related training schemes. Development agencies and locally and sectorally-based training providers must appreciate that very small businesses require customised on-the-job and/or offthe-job training. Training providers must not only appreciate the characteristics of the employees potentially in receipt of training, but also the status of the business along its growth trajectory (Storey and Westhead, 1997) .
Not surprisingly, locally-and sectorally-based agencies which have not been allocated sufficient resources to contact and assist all employers generally do not favour a broad-brush policy approach to encourage job-related training in all organisations. In response to resource scarcity, agencies may prefer to target economic resources, such as training support, to the relatively small proportion of firms which not only have the desire to grow but also the ability with some assistance to be significant employers (Storey, 1993) . To maximise the benefits associated with their resource allocation decisions, agencies may decide, for example, to target training resources to larger employers and those that have already shown a willingness to participate on a formal/structured graduate student work experience programme. This targeted policy stance inevitably has its critics. Nevertheless, a proactive and targeted policy stance towards the provision of training to potential high-flyers may be the only practicable option open to agencies with limited budgets which need to provide quick solutions to deep structural problems in their communities.
Training providers (such as local development agencies, TECs, LECs, etc.) which decide to encourage the provision of job-related training in SMEs must:
…recognise and understand the diversity of needs among small firms and be able to match training support and provision accordingly if their "message" is to "connect" effectively with those they seek to help (Goss and Jones, 1992, p. 14) .
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To encourage more SMEs to provide job-related formal training for some of their employees, training providers must emphasise to owners/managers the immediate operational benefits associated with a skilled and trained workforce. For example, job-related training may remove a competitive constraint such as a skills gap created by technological change. Training providers must provide information surrounding the costs and benefits associated with training provision. Only by showing employers the expected returns associated with training provision can training providers convince employers that training is an investment rather than a cost. A number of caveats to the presented results must be noted. Most notably, the data collected during this study did not allow the ignorance and market forces explanations for the uneven provision of job-related formal training to be explicitly tested. Further, the cross-sectional nature of the data analysed in this study made inferring causation problematic (Hage and Meeker, 1988; Huselid and Becker, 1996) . For example, it is equally plausible that organisations actively involved in providing training for some of their employees may be more likely to offer graduate student placements. The direction of causality between the provision of training and participation on a formal/structured graduate student work experience programme (GRADUATE), therefore, warrants additional research attention.
This study explored the provision of training by employers with regard to a variety of explanatory variables. However, a number of potentially important explanatory variables related to the composition of the workforce (for example, race, gender, marital status, level of educational attainment and membership of a union) (Booth, 1991; Miller, 1994) , the career aspirations of employees (Greenhalgh and Mavrotas, 1994) , the occupational composition (Abbott, 1993) , the organisational structure of a business (Goss and Jones, 1992) and the characteristics, attributes, education and ambitions of owners/managers (Gibb, 1996) ) were omitted from this exploratory study. More refined models explaining the provision of formal training should therefore be developed which include a wider range of explanatory variables. This exploratory study has also highlighted the need for cross-national research surrounding the factors associated with the provision of job-related training by employers. By replicating this study in a variety of national environments the wider applicability (or generalisability) of this exploratory study' main findings can be assessed.
At a coarse industrial level of analysis, this exploratory study has confirmed the assertion (Curran et al., 1993) , that the nature and content of the goods and services provided by an employer can have an impact on the decision to provide job-related formal training. In part, supporting the view that the training needs of small service firms are not the same as those apparent in small manufacturing firms (Abbott, 1993) , organisations engaged in services activities were markedly more likely to have provided off-the-job full-time courses lasting over one week (Model 4). Further, as hypothesised, organisations engaged in the construction sector were significantly less likely IJEBR 4,3
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to have provided planned on-the-job training (Model 2). It is, nevertheless, acknowledged that the industrial categories utilised in this study (and those frequently utilised elsewhere) were too broad to capture fine-level industry differences in the provision of formal training. Additional research focusing on large and representative samples of firms engaged in a variety of industrial activities is still required to conclusively detect whether fine-level industry differences are important influencing the provision of various types of jobrelated formal training.
To develop more appropriate policies which encourage the provision of onthe-job and off-the-job formal training by employers further theoretical work needs to be conducted surrounding the triggers and the processes leading to the provision of general, transferable and specific training in SMEs as well as the barriers to training provision. Aggregate macro-level as well as micro-level research is required to explicitly to test the ignorance or market forces explanations for the uneven provision of job-related formal training by employers. Researchers should, in addition, explore the extent and factors associated with the provision of training provided by employers which has been taken up in the employees' rather the employers' time. The extent and factors associated with the take-up of informal training, induction training (Curran et al., 1996) , instrumental training (for example, training of a directly vocational or technical nature) and sophisticated training (for example, the provision of programmes of a more developmental and innovative nature) (Goss and Jones, 1992) should receive additional research attention. Similarly, the extent and factors associated with the take-up of formal vocational training by employees at their own expense needs to be explored (Lynch, 1991; Stevens, 1994b) . The factors associated with the provision of training which results in a formal qualification (Blundell et al., 1996; Curran et al., 1996) for the recipient also warrants additional research attention. Further, the relationship between various types of formal training provision and/or the intensity of training provision (for example, the number of training schemes provided and/or the total hours spent on training programmes per hours worked) (Booth, 1991; Veum, 1996) and business performance need to be explored within a qualitative as well as a quantitative multivariate statistical framework. Additional research evidence will provide policy-makers with more accurate assessments of the direct and indirect benefits as well as the costs of a policy decision to encourage more SMEs to provide formal training for some of their employees. Finally, a key question which needs to be addressed is whether employers continue to provide job-related formal training for some of their employees once public subsidies have been removed.
Notes
1. Parker and Vickerstaff (1996) noted TECs and LECs covering high-density urban areas found it more difficult to involve their local SMEs in training programmes. In marked contrast, TECs and LECs operating in rural areas with widely dispersed industry had developed appropriate delivery mechanisms to encourage the take-up of youth training, employment training and training credits by local SMEs.
Job-related formal training by employers 209 2. Determinants of formal training from the perspective of firms have been explored by AlbaRamirez (1994) and Elias and Healey (1994) . The former study, however, only focused on firms with 200 or more employees, despite the fact that the majority of firms in Spain have less than 200 employees. 3. This issue has been discussed in detail elsewhere (Marshall et al., 1995; Storey and Westhead, 1994; Westhead and Storey, 1996) . 4. A notable exception to this trend is the Cambridge Small Business Research Centre (1992) study which explored the provision of training throughout the UK. 5. "From an exchange theory perspective, training may be viewed as an investment in the relationship between a company and a person and can contribute to an employee's organizational commitment...Employees may view an effective training experience as an indication that the company is willing to invest in them and cares about them; thus, training may enhance their commitment to the organization" (Tannenbaum et al., 1991, p. 760) . 6. For example, drawing on the work conducted by Noe (1986) , Facteau et al. (1995, p. 3) identified three incentives for attending a training course: "...intrinsic incentives (the extent to which training meets internal needs or provides employees with growth opportunities), extrinsic incentives (the extent to which training results in tangible external rewards such as promotions, pay rises, and higher performance evaluations) and compliance (the extent to which training is taken because it is mandated by the organization)". 7. Employers are less likely to provide "general" transferable skills training because of the difficulty of capturing the returns to training in the absence of deferred compensation schemes. As a result, employers will be more likely to provide firm-specific nontransferable skills training (Elias, 1994) . Further, employers are more likely to provide firmspecific training rather than general training (Hyman, 1992; OECD, 1991) without the need for government subsidies because the expenditure on firm-specific training accrues directly to the firm (Baldwin et al., 1995) . 8. Greenhalgh and Mavrotas (1996) noted males working in small firms were more likely to move between workplaces than those employed in large firms. 9. A theoretical discussion surrounding the poaching externalities has been presented (Greenhalgh and Mavrotas, 1996; Stevens, 1994a Stevens, , 1994b . Most notably, Stevens (1994a, p. 418) concluded, "When training is transferable, but the skilled labour market is not perfectly competitive, the private return to the training investment may be less than the social return. Furthermore, information asymmetry between employers and skilled workers may lead to inefficient matching of workers to firms.... [T] he nature of this second inefficiency is to increase the probability of the worker leaving the training firm and to exacerbate the difference between the private and social returns". 10. Supporting Abbott (1993) , Curran et al. (1993) have suggested that the nature and content of the goods and services provided by a firm can have an impact on the decision to provide training. In some knowledge-based sectors (Abbott, 1993; Curran et al., 1993) , in part, due to resource constraints and/or to maximise a firms immediate growth potential (Wynarczyk et al., 1993) firms have recruited trained staff who had received their training in a higher education institute and/or received training during an apprenticeship which enabled them to respond to rapid rates of technological change (Steedman et al. 1991) . 11. In small firms where the recruitment needs are very specific and focused, owners/managers may prefer to recruit rather than to train existing employees (Hendry et al., 1991b) . 12. Begg (1990, p. 359 ) noted skill shortages were more acute in prosperous regions and as a result "…it is difficult to argue a case for regionally differentiated training provision which is biased towards weaker regions". 13. Shell UK Limited did not collect detailed information surrounding the demographic characteristics of the population of 909 "host" participating STEP businesses. The demographic characteristics of responding and non-responding STEP businesses could not be statistically explored to detect any response bias. 14. Samples of non-responding and responding businesses to the follow-on questionnaire twelve months after the Shell Technology Enterprise Programme were compared for response bias (Westhead, 1997) . For STEP businesses, only one statistically significant difference emerged between respondents and non-respondents. Significantly more independent rather than subsidiary STEP businesses responded to the follow-on questionnaire. However, no statistically significant differences emerged between non-responding and responding STEP businesses with regard to the other "matching" criteria. Similarly, for non-STEP businesses only one statistically significant difference emerged between respondents and nonrespondents. Responding non-STEP businesses were significantly more likely to have been engaged at an industrial level in "other" activities (such as agriculture, forestry and fishing or construction) than non-responding non-STEP businesses. 15. Johnson and Gubbins (1992, pp. 32-3) identified the following three reasons for the dominance of informal, firm-specific and on-the-job approaches to training in small businesses: "(i) in most cases this is the most appropriate means of introducing new recruits to the job. "Learning by doing" is seen as far more valuable than the theoretical approach which is thought to pervade college courses; (ii) small businesses do not have the resources to develop formalised, general training courses for internal provision. The relatively small number of people involved make it an uneconomical proposition to move towards formal schemes; (iii) external courses are seen as too costly (in cash and time) and/or too general. Given that most businesses have their own "idiosyncrasies", college courses are unlikely to provide appropriate training". 16. Elias and Healey (1994) explored the extent, nature and determinants of job-related formal training in the City of Coventry in the West Midlands of England. They identified 6,080 establishments in this locality from British Telecom's Connections in Business database. Out of this population, 2,993 establishments responded to a self completion questionnaire. Three methods were used to gather responses: 189 responses were obtained from face-to-face interviews (89 per cent response rate), 2,594 responses were obtained from a postal questionnaire (46 per cent response rate) and a further 210 responses were obtained from a telephone survey (77 per cent response rate). Overall, a 49 per cent response rate was achieved. Response rates, however, varied from 45 per cent of employers in the distribution sector to 70 per cent in the mineral extraction and metals sector. 17. A multinomial logit model was not utilised due to the independence of irrelevant alternatives proposition. This technique assumes that a choice between two alternatives is independent of alternative dependent variable categories (Kmenta, 1986, p. 558) . 18. Organisations which filed missing information returns to any of the explanatory variables listed in Table I were excluded from Models 1 to 6. For example, the 62 organisations which failed to state the absolute employment change in their businesses over the past year (EMPGROW) were excluded from the presented models. 19. Bannock (1991) asserted that the higher take-up of Business Growth Training (BGT) option 3 (provided by the Training Agency) by firms in Scotland and the North, North West and West Midlands of England was primarily due to differences in the local delivery of BGT. He concluded, credible organisations with superior local networks with the local and regional business community not only raised awareness among SMEs of the programme but also encouraged more firms to actively participate on the scheme. 20. Twomey et al. (1994) in their study of the distribution of training budgets in England noted TECs in London and Greater Manchester were underfunded with regard to three budget categories. In marked contrast, the South West region showed the greatest degree of overfunding with respect to youth training (YT), while the Northern region was significantly overfunded with reference to employment training (ET). 27. GRADUATE During the summer of 1994 the business had employed a graduate student on a formal/structured training scheme (1 = yes; 0 = no)
28. RECRUIT Over the next two years recruitment will present no difficulty to the business (1 = yes; 0 = no) 29. FORMAL Employees in the business had received some type of job-related formal training (1 = yes -planned on-the-job training by superiors, full-time courses lasting up to one week, full-time courses lasting over one week, day release courses and/or other part-time courses) (0 = no -guidance from colleagues when needed (only) or no response)
30. PLANNED Employees in the business had received some type of planned on-the-job training (1 = yes) (0 = no -guidance from colleagues when needed (only), no response, full-time courses lasting up to one week, full-time courses lasting over one week, day release courses and/or other part-time courses)
31. FTONE Employees in the business had attended full-time courses lasting up to one week (1 = yes) (0 = no -guidance from colleagues when needed (only), no response, planned on-the-job training, full-time courses lasting over one week, day release courses and/or other part-time courses)
32. FTOVER Employees in the business had attended full-time courses lasting over one week (1 = yes) (0 = no -guidance from colleagues when needed (only), no response, planned on-the-job training, full-time courses lasting up to one week, day release courses and/or other part-time courses)
33. DAY Employees in the business had attended day release courses (1 = yes) (0 = no -guidance from colleagues when needed (only), no response, planned on-thejob training, full-time courses lasting up to one week, full-time courses lasting over one week and/or other part-time courses)
34. OTHERPT Employees in the business had attended other part-time courses (1 = yes) (0 = no -guidance from colleagues when needed (only), no response, planned on-the-job training, full-time courses lasting up to one week, full-time courses lasting over one week and/or day release courses)
Note: a Data gathered from postal questionnaires. Table AI. 
